stories on the recall program, but only one Los
Angeles network affiliate, one independent, and
one cable network television outlet covered the
visit. Consequently, program planners decided to
place greater emphasis on radio in Chicago and
New York. Television and newspaper coverage in
Chicago was comparable to that in Dallas. In New
York, the team conducted nearly 50 interviews
with newspaper, magazine, radio, and television
media in the metropolitan area. Recall team mem-
bers were featured guests on television and radio
talk shows in both cities.

The number of applications for return to active
duty far exceeded program goals. In less than three
months after the first visit, 493 pilots applied to re-
join the Air Force, a figure that represented more
than 150 percent of the fiscal year goal. Similarly,
total applications, including those from naviga-
tors, engineers and support officers, exceeded the
program goal of 550. Because the greatest need
was for rated officers, Air Force officials revised
the quota to accept more rated officers and fewer
support officers.

Because the media campaign proved so success-
ful, Air Force planners decided to end it with the
New York visit. Continuing the program, given
end-strength limitations set by the Congress,
would have meant either rejecting large numbers
of well-qualified applicants or subjecting them to
extensive delays before return to active duty.
Either course of action would have gained negative
publicity for an otherwise positive recruiting effort
that had benefitted many. Moreover, national
media coverage and the toll-free telephone line had
already given the recall program high visibility and
accessibility. Even after the campaign ended, re-
quests for applications via the toll-free Wide Area
Telephone Service averaged 75 calls per week,
Thus, additional expenditures for further team
visits would not have been justified.

While the Voluntary Reserve Officer Recall Pro-
gram was definitely a success, it was not without
problems. In one nationally syndicated newspaper
article and one network news broadcast, for exam-
ple, reporters erroneously stated that returning
pilots would have their choice of assignments. In
fact, that option was not available, though officers
did not have to make a final commitment to return
to active duty until their assignment was known.
The impact of the reporting error on those already
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on active duty could have been significant; there-
fore, the Air Force took immediate steps to publi-
cize correct information through base newspapers
and base personnel offices. In retrospect, the mis-
perception probably should have been anticipated.
In trying to summarize the Air Force assignment
process, those unfamiliar with rank-ordering
preferences would understandably refer to it as
"choice of assignment, ' *

Such problems were few, however; and overall,
the results of the Reserve officer recall program
represent an impressive achievement. Air Force
program planners made it possible by tailoring
management actions to external factors. The fi-
nancial condition of the airline industry and the at-
tention given to national defense issues during the
presidential campaign combined to create a fertile
environment for action, The media campaign was
well-timed, well-targeted, and carefully organized.
Administrative flexibility on the part of Air Force
personnel in minimizing processing time and
quickly responding to inquiries was also instru-
mental in attracting a large number of volunteers.
As one newspaper editorial phrased it, the pro-
gram stands as an example of "quick thinking in
seeing a recruitment opportunity and pursuing it to
the end that a bad situation can be turned around
t& the advantage of all."
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